In this paper, a framework has been developed for successful implementation of Human Resource Information System (HRIS) 
Introduction
In all organizations, human resources department is a common department, which is generally administrative in nature. This department deals with different activities such as recruitment, retention, development and utilization of human resources such that both individual and organizational objectives are synchronized. It is considered as strategic and coherent approach for managing the most valued resources, the human resources. The approach ensures that individually each human resource strives to achieve his or her objective which is derived from organizational objectives. Because of this strategic approach, the nomenclature of the department has changed from "personnel management" to "human resources management" as the new name implies dealing with holistic development of human resources. This holistic development implies that while developing human resources, all the aspects of development are taken care of; such as technical competencies, quality or process related competencies, domain competencies and also balancing work life balance. Workshops, seminars and conferences are organized to understand the best practices that can be adopted for an organization. Thus, human resources management becomes the practice of addressing theoretical as well as practical aspect of managing workforce. The complete human resources, thus, can be comprised of (1) personnel administration, (2) personnel management,
manpower management, (4) industrial management, and (5) manpower development. However, the role of human resource management is ever encompassing and evolving and what is considered as the best practice becomes the base minimum expectation tomorrow.
Research Objective
Many organizations have implemented Human Resource Information System. While the benefits of HRIS are many, still failures to effectively implement the system (HRIS) have led to loss of money, effort and employee morale. Not only these failures apply brakes on the planned growth path for organizations, but also make a big dent on available resources. Hence it is important for organizations to understand the reasons for such implementation failures so that they can prepare themselves at strategic, tactical and operational level. This paper aims to arrive at a framework that can be used as a guideline for implementing HRIS in an organization. The objective of the research is to ensure that the proposed framework is based on scientific, systematic approach so that not only benefits of implementation are achieved, but also it is sustainable.
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Methodology
To arrive at the framework for HRIS implementation, case study approach was considered. Three medium size organizations (where employee strength is not more than 2000) were considered. The selection of size was done to ensure consistency in process maturity in all the three similar organizations. It is generally considered that similar sized organizations (in terms of employee strength) have similar process maturity and hence will face similar challenges while implementing new HRIS.
The organizations that were considered were in non-IT sectors. All these organizations had employee strength in the range of 1900 to 2050, were located in Bhubaneswar, India (so as to facilitate data collection; because of similar local conditions, organization culture will be similar) and all of them were working in same domains (Banking and Finance sectors). All these organizations also went about implementing HRIS during third quarter in 2007 (July -Sep '07) and were successful in implementing HRIS. The HRIS packages implemented were bought from the market (Peoplesoft products) and hence it made an interesting case study for present research.
Several rounds of interviews were conducted with all stakeholders; these interviews were conducted in three phases -first phase was after these organizations decided to implement the packages, but before the start of the implementation, the second phase was three months after implementation kick off, and the third stage after the implementation was declared as successful by respective management. Based on the discussions, the framework has been proposed.
Benefits of Human Resource Information System
In modern era, human resources information system (HRIS) is a fully automated system, primarily consisting of human resources information system, payroll processing and recruitment management. As there is a need for integrating data across departments, bringing in transparency of information and data integrity for improving productivity as well as meeting the requirements for new legislations, payroll tax laws. The benefits of automated HRIS comes from different benefits that can accrue from such implementation. These are:
Single data entry: In HRIS, employee data is entered or updated in one database. This data is then shared by all the departments such as payroll, production or projects department. This reduces errors, eliminates existence of duplicate records, and save both time and money. Errors such as existence of one employee number in payroll department and another employee number in HR department can create delay as well as errors in payroll processing. This kind of errors also makes it difficult to correctly calculate attendance records, and compensation and benefits associated with any employee. If data entry happens at one place, and the same is used by all the departments, this kind of errors can be avoided.
Data entry cost reduction:
When data is entered at one place and used by different departments, the clerical cost associated with data entry in other departments is reduced. Without HRIS, different departments have to use different applications and have to enter the same data number of times which would increase the clerical cost associated with data entry. By eliminating both duplicate data entry and associated errors, the bottom line also increases as the clerical expenses are reduced.
Better services for employees: HRIS can help to get reports related to the entitlement of compensation and benefits for employees, how much he has already used and the balance available from the benefit pool. In manual systems, one would have gone through several files and documents to arrive at the report, where as in automated system, we can get this in "self service" mode, where all these reports are available to employees at click of a button.
Pre-determined reporting formats: HRIS provides modules, where pre-determined reports are available. These reports provide information about role or grade-wise salary given to employees, employee turnover by role, number of years of experience in the organization, turnover report for each department and each geography and trend over a period of time, reason for leaving the organization etc. These reports help top management to understand the root cause for attrition, which could result in changes in organizational policies leading to better employee relationship and improved employee satisfaction index.
In a large organization, these reports help to trigger decisions such as whether the HR function needs to be decentralized to take care of local factors which are peculiar to specific to certain geographic regions. This will take care of cultural issues in different locations and also country or region specific legislations. Some states in India have a rule that all lady employees can not work in office after 8 PM. HRIS can use the attendance module to find out if there have been any anomaly with respect to these regulations and take
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preventive actions before labour department serves a notice to the management. This will reduce unnecessary hassles in dealing with government agencies, erosion in brand value.
Framework for HRIS implementation
Whether the decision is to build the software inhouse or buy it from outside, the approach for implementation remains the same. For implementing HRIS, hardware and software need to be installed. Basic training required to use the system needs to be completed. This will help end users to understand the new system and compare the features and processes with respect to the present system that is being replaced by the new HRIS. In the training, sufficient time is provided to the end users to understand the screens, how to make data entry and how to handle exceptions. During training sessions, based in feedback from end users, there could be a need for modifying the installed system. All these modification requests are consolidated and then discussed with the top management for their views, comments and approval. Since these modifications involve change of code and related effort, these require prior approval of the management. Once approved, the system is modified to suit the needs of the end users.
Data Re-engineering
An existing organization would definitely have data that need to be maintained in the new system. These data are related to employees working in the organization and hence can not be ignored. Moreover, these data have impact on the continuity of the business and hence it is desired that the existing database needs to be part of the new HRIS. This is achieved through a process called data re-engineering where the present database is ported to the new database which would be compatible to HRIS. The file layout, templates for data collection and storage need to be compatible with the present system and hence old database needs to be re-engineered to achieve that compatibility.
For data re-engineering, depending on compatibility, sometimes the entire database can be imported using import feature available in the new system. If, however, there is incompatibility, then the new data need to be entered manually so that old data can be used in the HRIS. To manually enter the data, usually data entry operators are employed and the actual usage of the system starts after entry of the data. However, training for end users can go in parallel.
Data entry should have priorities which decide the order in which old data need to be entered. The historical records of employees need to be entered in full details and at this point decisions are taken as to the time frame to which historical data would be useful. Thus decision is based in statutory requirement as well as legal procedures to safeguard the interests of the organization. The data entry also needs to be reviewed for their correctness and accuracy and is usually carried out by executives from HR department. In the review process, details such as availability and accuracy of information, format of the information are checked.
Sample reports are generated and compared with existing reports and tested for compatibility. If the new reports provide better readability in addition to the accurate profile of the employees, then it will have immediate acceptability. Otherwise, there may be a need to reformat or tweak the reports to suit the end users requirements.
Implementation goals
Implementation of HRIS projects should never be thought of in short term time frame. It should be considered as a project that will have impact on the organization in the long run. The project, therefore, should not be treated as a single project. Rather the project should have detailed activities and planning for (1) identifying and gathering business requirements that need to be met, (2) selecting vendors, (3) selecting the solution that would fit the needs of the organization, and (4) auditing the implementation to find compliance to defined processes and to decide if the projects meet the success criteria defined in the planning stage.
Stakeholders Involvement
There are signs that would indicate whether the implementation project is in jeopardy. The planning stage is crucial and the project plan should have firm dates with accountability. These dates should be published to all stakeholders and vendors, if required, and their acceptance to the timeline is critical. The first sign where a stakeholder is not comfortable with the deadline should be dealt with caution and all attempts should be made to get the stakeholders' buy-in to the timeline. This will ensure that each activity is completed as per the schedule which will gain management's confidence and justify ROI for the investment.
Status Review by Senior Management
This confidence will make it sure that the management will be willing to allocate all the resources required for completion. A situation, where the resources are not fully committed by management Framework for HRIS Implementation in Non-IT Sector Sanjay Mohapatra is dangerous, as this will lead to delay in achieving project goals and will delay project completion. Even if the resources are not full time, still non availability of these resources on time will have an impact on completion on time. Time commitment of the resources (both full time as well as part time) should be realistic so that the milestone dates are not compromised.
Implementation project plan
During implementation, the project plan needs to be communicated to all stakeholders. The plan should not be treated as a document alone; rather it is a means for achieving the larger goal of implementing HRIS on time. The plan is a means to achieve a larger goal and should be treated as a bible by the stakeholders. Along with the plan, the issues related to implementation activities need to be recorded These issues faced during the implementation should be resolved with a firm date and should be assigned to the right team member. The issues along with the resolutions need to be put in the knowledge repository for every one to access. This makes it sure that knowledge is spread across the team members and if similar issues crop up later on, then there will be no need to 'reinvent the wheel'. This improves productivity and creates an atmosphere for learning as well as reuse and enriches the knowledge bank.
The project plan should have granular level of activities that can be easily controlled. As a thumb rule, an activity should have duration of more than 7 working days. If a particular activity tends to take more than 7 working days, then the activity can be broken further. This helps in controlling and monitoring the activity and also helps to allocate proper resource for the same. Similarly if a task has duration of less than 3 hours, can be clubbed into another similar activity as it will be quite tedious to control the activity at that lowest level. This type of control will be a drain on the controlling resources and may lead to unnecessary hassles for the project management.
The project plan should also have effort required for project management such as team meeting, discussion and review with the management, status reporting effort, candidates interview, selection and training, effort for anticipated legal issues etc. One of the recommended practice is to let the status review meeting be conducted by senior resources in turn so that each one of them feels his importance in the team structure. Also this should be a forum where the team members can openly express their grievances, issues and concerns about project matters. All these efforts need to be considered in the project plan. Figure 1 shows a process flow diagram for effective project management.
Project Organization Structure
At this stage, project organizations structure is also defined which ensures that there is smooth flow of information and fixing the responsibilities of each role. The organization structure also ensures decision making process is well defined and understood by all stakeholders. This implies accountability for each activity is made explicit and there is no communication gap for the same. A typical project organization structure for HRIS will be as shown in figure 2 . Table  1 shows roles and responsibility matrix for such implementation.
Implementation Strategy
Any implementation strategy should have the following points kept in mind:
1. It should follow a module wise implementation, starting from the least troublesome module, the most annoyance causing module, like the project status tracker. A module wise roll out with a gap of say a month weeks between successive modules will also help employees and suppliers get accustomed to the new system faster and better.
Higher Administration support:
Every successful implementation requires explicit and implicit top management support. The management has to back up the system and ensure that any resistance to the new processes is smoothened out. Employees must be talked to about the importance of the system and how processes it will help the organization.
Communication Strategy:
Communication needs to flow from the top management to the immediate supervisors' right down to the employees. The area sales managers need to take the suppliers in to confidence to implement the system properly.
Training Plan:
Getting trained in the use of new system should be made part of the employee goals and objectives. Also a trained employee needs to be present in both supplier premises to teach them and handle their problems. 
Implementation Roadmap
The implementation would be done in three phases • Phase 1 by the next 6 months: The HRIS is an immediate requirement and needs to be implemented right away within the next 6 months.
• Phase 2 by end of year 1: The CRM module needs to be in place by now as it is an important tool to retain customers and gain market share.
• Phase 3 by end of year 2: The Vendor managed system should be in place by the second year. VMS will help deal with the basic problem of procurement of retail system.
Critical Success factors (CSF)
For HRIS implementation, the management must define critical success factors. These CSFs are measurable and are well defined at the start of the project. All stakeholders' should be well communicated on their targets. Some examples of CSFs are given in table 2. 
Change management strategy:
Module wise rollout with the least complicated application being rolled out first and so one would acclimatize the users to the new systems in a more subtle manner. The rewards and recognition program (given below) that incentivizes compliance is another change management strategy.
Rewards and Recognition
The major resistance to change could come from the suppliers. Hence a reward schemes where better deals are offered to vendors using VMS can help the system gain acceptability.
Risks and Mitigation
The major risks associated with the project are as follows: -Non-compliance to the application by suppliers Suppliers might not be willing to accept the new system and could result in major failure of the process. Mitigation: -The mitigation efforts would constitute the following initiatives • Weekly monitoring: -Progress of the system needs to be weekly monitored.
• Meeting with vendors and assurances: -The vendors need to be regularly taken into account and assured of the systems success. Rigidity in the system: Since the company plans to innovate newer ways of delivering services and newer products to sell everyday a rigid system would be a big disadvantage. Mitigation: -While designing the system flexibility and scalabilty need to be the topmost priority. System failure: -In case of system failures the company may suffer serious problems in its stores. Mitigation: -A parallel server which can serve as a back up for the other server. They should be working on the same database and code instance which would result in seamless integration. Security Threats: -As the company would be dealing with lot of data and some sensitive information too. Data security is a major issue. Mitigation: -Applying anti-virus and anti-spamwares with latest upgrades would help in reducing such a risk and enhance goodwill among the clients.
Conclusion
As seen in the paper, for implementing HRIS, the followings need to be addressed, such as lack of management commitment, satisfaction with the status quo, no or poorly done needs analysis, failure to include key people, failure to keep project team intact, politics / hidden agenda, failure to involve / consult significant groups, lack of communication, bad timing (time of year and duration. As one of the stakeholders, employees are keys to the success of organization. By managing employees effectively and properly upgrading their skills will result in increased collective performance at organization level. With advent technology, automation of business processes related to employees have achieved higher productivity and improved work flow. Business performances have improved dramatically and managing large talent pools has been effective. This has been possible largely through automated work flow embedded in HRIS products. Repetitive works, mundane works, tedious and time consuming jobs, approval jobs with time bound cycle have been automated and completed through HRIS. The system not only does this efficiently, it also does the approval jobs with time bound cycle that helps improve employee morale and job satisfaction.
Since skill sets are regularly updated through self service portal, the managers can take correct decisions for resource deployment and job rotation which ensures effective job deployment. This is an advantage for the organization as promotions, identification of training needs, role based selection criteria become easier for the management. Career counselling and further growth becomes transparent and helps align business objectives with employee aspirations. 
